The objectives of this review article are to highlight the prevalence of faculty mobbing through literature search and analyses. In an academic environment where most of the populace is involved in tertiary education, it is expected that mobbing or bullying would occur in the uncivilized surrounding. However, the opposite is true; faculty mobbing is a silent enemy in an academic setting, and there is a need to improve the situation to preserve the auspices of a university. The findings indicated that mobbing is endemic at universities and will threaten the university's reputation. Therefore, it is recommended that the university's executive management be more concerned with the prevalence of faculty mobbing will affect workplace happiness.
Introduction
Workplace happiness depends on collegiality and interpersonal relationship between and among employees. In an academic environment, the thought that mobbing or bullying exists within an ivory tower is unheard of. However, the issue does exist, as evidenced by literature. Faculty bullying and mobbing become prolonged when there is no action taken by the university management, thus making it difficult to resolve. Again, as shown from literature, there are higher incidences of mobbing happening in academia than in any other work setting (Hollis, 2015) . Nonetheless, occurrences of faculty mobbing have been brought to light through whistleblowing and complaints from the victims, but the issue remains a silent enemy. Therefore, the objectives of this review article are to highlight the prevalence of faculty bullying and mobbing through literature search and analyses.
Literature Review

Defining Bullying versus Mobbing
Bullying can occur anywhere. Bullying is much like harassing, offending, socially ostracizing another colleague that negatively affects the colleagues' work ambiance (J. E. Lester, 2013; Thirlwall, 2015) . One person in a prominent position usually does the bullying, as evidenced by literature. Mobbing, on the other hand, is more common in universities (Keashly & Neuman, 2010; J. Lester, 2013) . Mobbing is a form of social elimination after singling out one academician who is perceived to be problematic (Prevost & Hunt, 2018) . Mobbing differs from bullying because other academicians are ganging up against the targeted individual (Keim & McDermott, 2010) .
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The ultimate intention is to drive the victim out of the school or university. Mobbing is also found to be on a larger scale because of the number of individuals roped into the situation (Duffy & Sperry, 2012) .
The student bullying the professor
As evidenced by the literature, bullying works both ways. It is thought that bullying only occurs between a person in power over a subordinate victim, such as a professor and a student or supervisee. The other way around is possible; that is, the student bullies the professor or supervisor (May & Tenzek, 2018) . Such an act is termed contra power harassment invoked by student incivility (Lampman, Phelps, Bancroft, & Beneke, 2009 ). To reiterate May & Tenzek (2018) , the bullying of professors indicated a shift in the typical power dynamic associated with bullying. Although the professor does have the upper hand in controlling and containing the situation, the possibility of the student getting his or her way is definite. For example, if a post-graduate student confronts a professor with accusations of limited face-to-face supervision, then there is a need for the school to investigate the legitimacy of the charge. However, in certain local cases, faculty management prefers to believe the student rather than the professor. Looking at the timeline, these acts of harassment and insubordination in academia come with the changing periods (Henning et al., 2017) . Insubordination and incivility from a student to a professor or juniors towards seniors are no longer isolated cases, as stated by Holm, Torkelson, and Bäckström (2019) .
If these cases have occurred at universities in developed nations, there is a certainty that such incivility is another silent enemy in workplace happiness for developing countries, such as Malaysia.
Extant of Workplace Incivility
The extent of workplace incivility is troubling, particularly in a university setting. Bullying and mobbing are two examples of workplace incivility. As noted by Hollis (2015) , workplace incivility has a detrimental effect on employees. In cases where faculty members alert university management on bullying incidence, the economic and organizational costs are significant (ibid). The most significant factor would be backlash through employee disengagement and other associated costs that would be detrimental to university collegiality and workplace happiness. According to Hollis (2015) , the victims who resigned because of mobbing were often high performing ones. The replacement cost for the departed, skilled human resource was significant.
Concerning incivility by gender, Namie and Namie (2009) reported that women colleagues bullied 71 % of women. Relating this to insider feedbacks in a university environment, the bullies are junior staff holding positions of power, such as being a member of the faculty management; this is termed as vicarious bullying (Hollis, 2015) . The acts of intimidation and mobbing were usually condoned by a superior, such as the dean of the faculty. Else, the seed of workplace incivility would not have been planted. As opined by Hollis (2015) , a leader will use this tactic to continue intimidation in his or her absence. This is in an attempt to preserve a façade of kindness while using subversive tactics to control the staff. The power imbalance between the victim and the perpetrator often left the former defenseless (Hollis, 2015) . Once the culture of incivility has been set, eradicating the unethical acts would be difficult.
Nonetheless, the extent of workplace incivility has resulted in 40% resignations, and only 24% were fired. The most troubling result was that 44% of the time, the organization did nothing to provide relief to the targets or victims, and, in 18% of the cases, the situation became more intensified for the victim once the bullying was reported (Namie & Namie, 2009) . Table 1 lists the occurrences of bullying and mobbing in academia from 1994 to 2019. These are just some of the sources indicating the prevalence of the silent enemy of mobbing.
Why do perpetrators bully or mob?
On the flip side of being the victim of bullies, there must be reasons why the perpetrators mob. According to Nyborg (2012) , the oftcited motivation for relational aggression was jealousy. From the insider researcher's standpoint, the bullying or mobbing by individuals of the same work and environment was because of envy, covetousness, and greed. They may be intellectuals with doctorate degrees, but jealousy can lead to irrational behavior (Keashly & Neuman, 2010; Keashly & Wajngurt, 2016) . The application of Bandura's eight moral disengagement strategies can be used to understand the reasons for academic violence through bullying or mobbing (Miller et al., 2019) . Bandura (2016) stated that there are psychosocial mechanisms by which people selectively disengage their moral selfsanctions from their harmful conduct or bullying. They do this by: -sanctifying their harmful behavior as serving worthy causes -absolving themselves of the blame for the harm they cause by displace and diffusion of responsibility -minimizing or denying the detrimental effects of their actions -dehumanizing those they maltreat and blame them for bringing the suffering on themselves
In other words, the perpetrator thinks that they are doing justice by bullying or mobbing the faculty member. If this aggressive behavior is allowed to prevail, there are possibilities of other mental health issues plaguing the academia. In agreement with McKay, Arnold, Fratzl, and Thomas (2008) , workplace bullying and mobbing in academia are of particular concern for new or junior faculty members. The spillover effect indicates costs for the university, such as employee turnover, changed the perception of the university, reduced employee engagement (ibid), and, most importantly, reduction in happiness and job satisfaction at work. Culture change is required for this matter (Barratt-Pugh & Krestelica, 2019), including profiling mobber behavior (Minibas-Poussard, Seckin-Celik, & Bingol, 2018). The prevalence of mobbing is exceptionally high in health care in universities Bullying in higher education: Culture change requires more than policy 2018
The pervasive and corrosive impact of workplace bullying appears culturally resilient despite policy regimes Toxic workplace environment and its impact on women professors in the United States: The imperative need for therapeutic jurisprudence practices in higher education 2017
There is a prevalence of academic mobbing and the effects of toxicity on women professors in the academy. Workplace harassment among staff in higher education: A systematic review 2017
Workplace harassment in higher education adversely impacts workforce productivity and victims' health The mediator role of social safeness and pleasure in the relation between mobbing and meaning of work in academicians 2016
Mobbing is a widespread problem in higher education
Academicians' perceptions of mobbing at universities: Dokus EEylul University case 2015 Schools/faculties with the fewest academicians experience more mobbing incidences Organizational sequestering of workplace bullying: Adding insult to injury 2015
Despite recommendations that organizations take workplace bullying seriously and increasing research on the issue, little evidence exists of improvements by the management Assessment of mobbing behaviors exposed by the academic personnel working in a University in Turkey
2015
Workplace mobbing is a critical problem for academicians. The most common threatening behavior was an assault on professional status. The primary mobbers were the superiors. The exposure of psychological violence (mobbing( in universities and an application to the academicians 2013
Single, young and small-staff Faculty of Education, Turkey is more exposed to mobbing behaviors An economic model of workplace mobbing in academe 2012 Workplace mobbing remains a prevalent issue in academe Perception of faculty members exposed to mobbing about the organizational culture and climate 2010
Weak and unfavorable organizational culture triggers psycho-violence Mobbing: Workplace violence in the academy 2010 Mobbing and bullying of faculty by other faculty are types of workplace violence that are becoming common. Workplace bullying in academia: A Canadian study 2008
The findings indicate costs for the university because of workplace bullying Aggression among university employees 1994 Female university employees experience more harassment. Individuals in superior positions harass their subordinates more than the other way around (Source: Scopus & WOS, 2019) 
Methodology
For most review articles, the method works along the lines of systematic analyses of relevant publications and grey literature using keywords on the topic researched. The specificity of the keywords was through synonyms so as not to stray from the focus of the investigation. Also, the narrative lens analysis is used as the investigative focus for this article, as stated by Feldman, Skoldberg, Brown, and Horner (2004) . As noted, narratives are useful data as respondents give feedback in the form of stories (Cohen & Crabtree, 2006 July) . Therefore the descriptions for this paper were summaries and systematic interpretation by the authors from the compilation of relevant literature. .
90
Findings and Discussion
Articles that met the inclusion criteria for the paper's aims are shown from the summary in Table 1 . Some relevant sources were not included in Table 1 but were dissected in the literature review section. From various readings, the published issue on bullying and mobbing between faculty members in higher education began in the 1980s. The item has sparked other spectra of research on this phenomenon from various perspectives; the perpetrator, the victim, and the university in managing faculty mobbing and bullying. From the literature surveyed, colleagues were identified as bullies from their faculty members, regardless of junior or senior status. Typically, it is stereotyped that bullying and mobbing would be from someone older, holds a higher position, or more prominent is physical size. Times have changed, and the bullying incidences have shown this. However, the reason for bullying remains the same because of jealousy and envy. On another note, the average time that bullying or mobbing has occurred is found to be more than five years; this is too long a time for the faculty or university management to ignore. For some universities, there is an integrity division formed to investigate any misconduct by the university staff. It is advised that the integrity division maintains sound integrity values when investigating cases, regardless of the individuals involved. For public universities in Malaysia, it should not be a surprise that bullying and mobbing do occur. Although most academic staff hold to religious and cultural values, these misconducts and aggression towards a fellow faculty member do happen in the new era of bullying. The extent of the bullying or mobbing may differ, but once reported to the Integrity Division, proper and fair investigations must be practiced. Another facet on faculty bullying or mobbing is the blame game. The victim is usually blamed for allowing these acts of aggression, especially if they are junior faculty members. On the opposite side, when the senior is being victimized, the blame is still on the senior, not the aggressors. To reiterate, the school or faculty management and the university administrators must be fair and just in handling these cases. Do not take too long to conclude the investigation and penalize the perpetrator. Finally, the findings from the review paper indicated that mobbing is endemic at universities. Faculty mobbing is a threat to the university's image and reputation and should be treated as a significant element in workplace unhappiness. For universities in Malaysia, academic management should heed whistleblowers' reports. In a place where intellectuals congregate, mobbing can become an infectious disease among the junior academicians in their haste for promotion and accolades. The severity of faculty mobbing should be contained at an early stage by ethical mentoring.
Conclusion and Recommendation
Without a doubt, university workplace and faculty mobbing are silent enemies that have become endemic and damaging if allowed to manifest. The university management must contain bullying and mobbing activities at the start. Whistleblowing reports on faculty mobbing should not be taken lightly and should be treated with utmost urgency. Public universities, especially, should uphold the integrity of the organization. For academicians to be happy at the university, there is a need to improve the situation to preserve the auspices of academia.
